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New England Workforce Partners 
 
In the fall of 2000, New England Workforce Partners for Early Care and Education (NEW Partners), a 
partnership of the University of Southern Maine’s Edmund S. Muskie School of Public Service, Associated 
Early Care and Education, Inc. (formerly Associated Day Care Services) of Greater Boston, ACCESS, USA 
Child Care, and the six New England states received funding from the federal Child Care Bureau to explore 
issues around early care and education workforce recruitment and retention in New England. Specifically, 
NEW Partners sought to answer the following questions: 
 
• What is the status of the early care and education workforce in New England and in the region’s 
individual states? 
• What policies and projects are New England states implementing to address early care and education 
workforce challenges such as recruitment, retention, and staff qualifications? 
• Do those policies appear to be having an impact? 
 
In its first year, NEW Partners facilitated an unprecedented collaboration. Teams from all six New England 
states (Connecticut, Maine, Massachusetts, New Hampshire, Rhode Island, and Vermont) participated in a 
series of regional meetings to identify current workforce issues, discuss policies and programs being 
implemented, and talk about strategies for collecting data and evaluating those policies. 
 
Among NEW Partners’ earliest findings was that New England states were trying exciting new policies and 
programs – some of which were on the cutting edge nationwide – but by and large states and other 
stakeholders were not collecting the data necessary to measure change that may be resulting from those 
policies and programs.  In response, NEW Partners set two priorities for its first year: 1) to help states, 
programs, and individuals develop ways to collect more detailed early care and education workforce data, 
and 2) to disseminate information about promising policies and programs states have implemented or are in 
the process of implementing.  This document is one way NEW Partners aims to accomplish our first 
priority 
 
Through this document NEW Partners will provide concrete examples of ways to collect early care and 
education workforce data as well as provide technical assistance in: 
 
• Thinking about what data to collect; 
• Building and expanding data collection systems; 
• Collecting data for current advocacy and planning; and 
• Developing long-term systems for data collection. 
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Why is it important to collect data? 
 
Data are crucial for policy and program planning, as well as advocacy efforts. Systematic data collection can: 
• Document the success and needs of the early care and education community; 
• Provide information on existing resources and identify gaps in services; 
• Inform policy and program planning; 
• Allow for comparisons across programs, communities, states, or to a national average; 
• Help plan for improvements and set benchmarks for the future;  
• Offer justification for and accountability around the use of public funds or leverage other resources; 
and 
• Advocate for policy and program changes when necessary. 
 
It is hoped that this document will inspire early care and education practitioners, advocates, and policy 
makers to take bold steps in collecting the data they need to make more informed policy and programmatic 
decisions as well as to establish systematic data collection within their states and the region. The collection 
of relevant data – both before a new strategy is implemented and on an ongoing basis to track its 
effectiveness – is essential for long-term effective programming.  
 
How to Use This Document 
 
New England Early Care and Education Workforce Models for Data Collection is designed to make the process of 
data collection easier to understand and to help ensure that the information collected is as useful as possible. 
Each chapter in this document provides an outline of a major workforce-related issue on which one might 
want to systematically collect data (data elements). The Data Document has five chapters on the following 
workforce-related topics: Salary; Benefits; Education and Experience; Professional 
Development and Training; and Turnover. 
 
Each chapter contains the following sections: 
Introduction – an overview of how each data element relates to quality care and why it is important to 
measure. 
Issues to Consider – a discussion of special issues to consider when measuring each data element  (such as 
populations to survey or consistency in defining terms) and special considerations for collecting information 
from family child care providers. 
How to Measure – examples of survey questions excerpted and sometimes edited from existing surveys, 
as well as a partial list of the advantages and disadvantages of each example. 
Resources – a listing of citations for the data collection tools and research reports that were consulted in 
compiling the examples for each chapter. 
 
The document also includes two appendices. Appendix One consists of a bibliography of survey 
resources used throughout this document.  Contact information is provided within each citation to ensure 
that those resources can be accessed for those wanting more specific information.  Appendix Two 
contains excerpts from a guide on “How to Collect Data” written by Jason Sachs for the Massachusetts 
Department of Education Community Profiles Project in which local community groups are intimately 
involved in the data collection process. This appendix provides additional research and statistical 
information and guidance for those who would like to pursue community-level data collection. 
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A Note of Caution 
Although, The Data Document provides examples and suggestions for data collection, it is not intended to be 
a “how-to” manual. It is not advisable to cut and paste together survey examples listed in the chapters and 
consider the resulting document a “survey,” because the examples are presented out of context. Survey 
development is an important piece of research design.  NEW Partners strongly encourages those who want 
to undertake research and data collection to first invest the necessary resources and time as well as 
the expertise of trained researchers to attain the most useful data possible – data that are valid, 
reliable, appropriately collected, and policy-relevant. 
New England Early Care and Education Workforce Models for Data Collection 
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Why is provider salary important to quality care? 
Despite the increased demand for child care, wages for child care providers are remarkably low.  According 
to the Bureau of Labor Statistics, in 1997 child care workers earned an average of $7.03 per hour, slightly 
less than parking lot attendants who earned an average of $7.06 per hour.  Child care workers earn 
considerably less than women in the general workforce who have the same level of education.i
 
Poor compensation results in difficulty recruiting and retaining qualified child care staff.  Teaching staff 
earning the lowest wages were more than twice as likely to leave their jobs than were staff earning higher 
wages.ii  Conversely, studies show that skilled teaching staff are more likely to stay if they earn higher-than-
average wages. For instance, the National Child Care Staffing Study found that teachers who stayed on the 
job earned $2.00 more than comparably educated teachers in the community who left their positions. iii
 
Several studies have found that teacher wages are related to the quality of child care.iv  The Cost, Quality, 
and Outcomes Study found that teachers’ wages were a better predictor of whether care was poor, 
moderate, or high quality than other variables, including teacher education and training.v  The Quality in 
Family Child Care and Relative Care Study found that the amount parents paid for care, which translated 
into providers’ wages, was directly related to caregiver sensitivity.vi  Scarr, Eisenberg and Deater-Deckard 
found that teachers’ wages were a better predictor of quality than other variables, including staff-child 
ratios.vii
 
Why Measure Provider Salary? 
Measuring child care workforce salary helps researchers, administrators, advocates, policy makers, and 
other groups that do not provide direct care to children, better understand the child care staffing crisis from 
an economic perspective.  Measuring salary also provides context for other workforce issues that are 
constantly at the forefront of child care, such as turnover, retention and recruitment.    
 
The Massachusetts Early Care & Education Recruitment and Retention Study was successful in receiving 
media attention for its findings and recommendations. The Cape Cod Times May, 9, 2001 issue wrote an 
extensive article about how low child care workers wages are, and the impact of low wages.  
 
“Newly released state and national studies are reporting what directors of child care centers have long 
known.  Child care centers are losing staff at a tremendous rate, and a key reason is low pay.  And Cape 
Cod and Western Massachusetts report the lowest wage scales in the state.”  viii  
 
Many other groups have also used these findings for public education and advocacy purposes and to 
advocate for policy changes that would increase providers’ salaries.   
 
In addition, systematic data collection of providers’ salaries can help: 
• Determine the effectiveness of policy initiatives to improve wages;  
• Document the success and needs of the ECE community; 
• Provide information on existing resources and identify gaps in services; 
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• Inform policy and program planning; 
• Compare across programs, communities, states, or to a national average; 
• Plan for improvements and set benchmarks for the future;  
• Offer justification for the use of public funds or leverage other resources; and 
• Advocate for policy and program changes when necessary. 
 
 
NOTE: There are different factors and considerations to take into account when measuring 
the salaries of center-based providers and family child care.  Therefore, these topics will be 
addressed separately.  
New England Early Care and Education Workforce Models for Data Collection 
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CENTER-BASED, HEAD START AND SCHOOL AGE CARE PROVIDERS 
 
Issues to Consider When Measuring Center-Based Salary 
 
Annual salary vs. hourly wages 
Many existing salary surveys ask for hourly wages.  Hourly wages are typically used to compare those who 
work a different number of hours per week.  It is also helpful to ask for (or to be able to calculate) annual 
wages since many indicators, such as the federal poverty level, are expressed in terms of annual earnings.  
However, if a survey asks for annual earnings, or if you intend on calculating annual salary from a reported 
hourly wage, it is essential to also ask hours worked. 
 
Many wage surveys give respondents the choice of giving hourly rate plus hours worked per week or annual 
salary.  The respondent is likely to know one or the other, but not necessarily both; and may inaccurately 
answer if the choice is forced – or not respond at all.  So choice can improve response rate in this instance.  
However, it takes up more space and requires more work to standardize data on the analysis end.  
Actual wages, average wages, or the range from lowest to highest wages 
Although actual wages may be ideal, in that provides the most accurate account of wages, it can be difficult 
and time consuming for a respondent to complete for programs with multiple staff.   Asking for average 
wages is useful, however it may not be easy for a respondent to calculate.  A range of high and low wages 
provides the best vision of the entry-level wages and wage ceilings.  However, when asking for either the 
average or the range, one should know that outliers (providers or programs with unusually high or low 
wages) may under- or overestimate the true picture.   
Wages differentiated by job title   
Asking questions that differentiate between teaching staff levels is helpful as there are often wide differences 
between the salaries of teaching assistants and head teachers, or starting salaries and the salary of the highest 
paid teacher on staff. However, it is important to recognize that job titles vary across and within states (i.e. 
head teacher vs. lead teacher).  Therefore, it is necessary to clearly define terms. 
Full-time staff and part-time staff  
In collecting salary data on both full-time and part-time staff, it is important to make this distinction in the 
wording of survey questions.  It is also necessary to clearly define how many hours per week constitute 
“full-time” and “part-time” work. 
New England Early Care and Education Workforce Models for Data Collection 
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Survey Options to Measure Center-Based Salary 
 
The following examples are different methods for measuring salary for center-based providers. Options 
given illustrate the different levels of detail a survey can obtain.  Recall that the level of detail may vary 
depending on the purpose of the survey.   
 
 Option #1   
Population to be surveyed:  Child Care Center, Head Start Program, or School-Age Program 
Directors 
 
Please enter the following information regarding staff in your program: 
 
Position Highest Paid  
Hourly Wage 
Lowest Paid  
Hourly Wage 
Director   
Full-time*  Lead Teacher   
Part-time Lead Teacher   
Full-time*   Teacher   
Part-time Teacher   
Full-time*  Asst Teacher   
Part-time Asst Teacher   
Total # of Staff   
 
*Full-time denotes staff who work 30 hours or more per week 
 
Advantages: 
 Includes different teaching levels / job titles. 
 Defines full-time and part-time. 
 Range gives actual minimum and maximum limit. 
 Asked of directors who would be in best position to know the range of salaries paid. 
Disadvantages: 
 Ranges do not provide an actual sense of the average wage and may skew the true picture. 
 Does not clearly define terms; cannot calculate weekly (and annual) wages without the number of 
hours per week and weeks per year. 
 Job titles need to be defined in case providers use different terms/job titles. 
 May not express the full range of salaries – i.e. starting salary may be lower than any currently 
“lowest paid” person at a position. 
New England Early Care and Education Workforce Models for Data Collection 
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 Option # 2 












Salary and Wages 
(To estimate an hourly wage, divide gross earnings for each pay period by the # of 
hours worked during that time.  While we encourage annual salaries for child care 
personnel, we ask for hourly data to allow for work comparisons between staff who 
work different schedules.) 
 
 
Teacher Salaries (Teacher refers to persons in charge of a group or classroom of 
children) 
 
Do all teachers receive the same starting salary, regardless of 




[  ] yes: starting salary is 
$____/hour 
 
[  ] no: starting salary 
ranges from $____/hour 
to $_____/hour 
What hourly wage does the highest paid teacher currently earn? $_____per hour 
How many hours, on average, do teachers work each week? 
(Include paid breaks and lunches in your calculation of hours worked each week.) 
 
(This series of questions is repeated for each job title). 
_____ hours per week 
for full-time teachers 
 
_____ hours per week 
for part-time teachers 
 
Advantages: 
 Defines job titles. 
 Question is asked of various job titles. 
 Explains how to calculate an hourly wage. 
 Distinguishes between full-time and part-time based on average number of hours worked per 
week. 
 Indicates whether teachers are compensated for additional training or education. 
 Can approximate highest paid teacher’s weekly salary based on their hourly wage and the average 
number of hours worked per week (however, would still need to know how many weeks per year 
to approximate annual salary). 
 Provides the range of salaries offered. 
Disadvantages: 
 Cannot calculate annual salary. 
 Cannot calculate average teacher’s salary unless this question is preceded by a question of how 
many teachers are employed under each job title.  
 Confusing question; asks directors to make a calculation they may never have done before. 




Option # 3   
Population to be surveyed: Child Care Center, Head Start Program, or School-Age Program 
Teachers 
 
To help us understand the adequacy of pay for the care of children, please answer the following questions.  
 
What is your job title?  Please check one.  
   ___ Lead teacher   
   ___ Teacher 
   ___ Assistant teacher 
   ___ Other (please specify) _______________ 
 
What is your hourly wage?       _____/hour 
 How many hours per week are you employed?   _____/week 
 How many weeks per year do you work?   _____/year 
 
Advantages: 
 Includes different job titles (but job titles are not defined, see disadvantages).  
 Allows the calculation of annual salary. 
 Clear and concise. 
Disadvantages: 
 Asked directly of teachers, which is fine if measuring a small and clearly defined group of teaching 
staff.  However, it is difficult to identify and reach all teaching staff. 
 Job titles are not defined. 
 Cannot calculate average salary unless question about the number of teachers in each position is also 
included. However, individual teachers are not the appropriate respondent for questions about the 
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MEASURING FAMILY CHILD CARE PROVIDERS’  
INCOME AND EXPENSES 
 
Issues to Consider When Measuring  
Family Child Care Providers’ Income and Expenses   
 
Defining Terms 
Measuring the salaries of family child care providers is less straightforward then measuring center based 
compensation.  Although they may charge individual families hourly fees, family child care providers are 
rarely paid what would be considered an hourly wage.  In calculating an annual income, there are usually 
additional expenses that need to be factored in as well as direct income.  In addition, a provider’s fees may 
vary from week to week depending on the ages of the children he/she is serving (if variable rates are 
charged), children’s attendance, and parents’ ability to pay.   
 
Therefore, it is important to capture all possible sources of income and expenditures for a family child 
care provider.  And it is important to clearly and visibly define terms like income and expenditures so that 
respondents are certain about the questions being asked.  For example, the term “expenditures” needs to be 
defined so that those items are identifiable by providers, and there is some level of consistency.  Oftentimes 
questions are left unanswered because the question is phrased in a way that does not seem applicable to the 
provider.  
Examples of Possible sources of income – not a full list: 
 Parent fees/rates (full-time, part-time, by age of child) 
 Special rates (early drop off, unplanned late pick-up, drop-in, absences, discounts, scholarships) 
 State/federal subsidy rates 
 Child and Adult Care Food Program (USDA) 
 Grants, corporate sponsors 
Examples of Possible expenditures - not a full list: 
 Rent/mortgage  
 Property taxes 
 Repairs and maintenance 
 Utilities 
 Transportation (if provided) 
 Professional membership fees or dues 
 Health insurance 
 Insurance (other than health, such as liability) 
 Cost of consumable items (food, paper supplies, materials) 
 Assistant/substitutes 
 Savings for retirement 
 Durable equipment (furniture, toys, etc.) 
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Direct and Indirect Expenses 
Because Family Child Care businesses are often located in the provider’s home, one needs to be careful 
about differentiating between direct and indirect expenses related to the child care business.  A direct 
expense is a cost that is incurred by the child care business only. For example, educational or office supplies 
would be direct expenses and the total cost could be attributed to the business.  However, the rent or 
mortgage paid to house the family as well as the business is an indirect expense. A portion of the mortgage 
payment pays for the space for the child care business but also pays to house the provider’s family.  To 
accurately reflect the portion of the mortgage payment attributable to the child care business you would 
also need to measure the dwelling and assign a proportion of the building to the business and to the home, 
then calculate what portion of the mortgage should be assigned to the business.  This is a complicated 
calculation and we strongly recommend you consult with an economist to ensure the accuracy of 




It is often desirable to compare family child care provider’s “salary” to that of a center-based provider. 
Calculating an hourly and an annual salary is useful for public education and advocacy purposes, because an 
hourly/annual salary is a common term and easily understood by the general public.  It can also be easily 
compared to other fields, occupations, and the Federal Poverty Line.  
 
 
The Community Profiles project, from the Massachusetts Department of Education, developed a 
formula to estimate the salary of family child care providers.  Their formula is as follows: 
 
The total income including parent fees, subsidies, and USDA food subsidies divided by the number of 
hours spent caring for children and other FCC-business related time. 
 
For example, a provider’s weekly income is $300.  She works an average of 60 hours per week.  
300/60= 5  Her hourly salary would be $5 per hour. 
 
This formula is effective for estimating an hourly salary, but does not fully and accurately account for all 
of the expenses associated with providing care in the home, such as mortgage payments and wear and 
tear on the house. However an estimate can still be worthwhile. The section that follows provides 
examples that would allow for capturing the necessary information to replicate this calculation, as well 
as other measures of FCC’s income and expenses. 
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Survey Options to Measure Family Child Care Providers’  
Income and Expenses   
 
The following examples are different methods for measuring Family Child Care income and expenses. 
Examples provided below illustrate the different levels of detail a survey can obtain.  Recall that the level of 
detail may vary depending on the purpose of the survey.   
 




Option # 1 
 
Population to be surveyed: Family Child Care Providers 
Please complete for each child in your care.   
 








Initials of each infant  Usual pay per week for child  Usual # of hours per 
          (If you do not receive pay for care write 0)  week 
1. ______   $ __________    _________hours 
2. ______   $ __________    _________hours 
3. ______   $ __________    _________hours 
4. ______   $ __________    _________hours 
5. ______   $ __________    _________hours 
 
(Same question and format for toddlers (12-35 months), pre-school (3 years - 4 years 11 
months), and school age (5-12 years).) 
 
Advantages: 
 Broken down by child category to illustrate the fee differences by child’s age.  
 Weekly pay and number of children provide a sense of the provider’s salary on a weekly basis. 
 Clearly defines child age categories. 
Disadvantages: 
 None noted    
 
 







Population to be surveyed: Family Child Care Providers 
 
 
Full-time rates: If you charge different rates for different ages, complete this chart.  Fill in only those 
columns that reflect how you charge.  (Disregard family discounts and sliding fee scale.) 
 
Hourly rate Full-day rate Weekly rate 
a) Infant care $ __ __. __ __ per hour $ __ __ . __ __ per full day $ __ __ . __ __ per week 
b) Toddler care $ __ __. __ __ per hour $ __ __ . __ __ per full day $ __ __ . __ __ per week 
c) Pre-school care $ __ __. __ __ per hour $ __ __ . __ __ per full day $ __ __ . __ __ per week 
d) Kindergarten      
care 
$ __ __. __ __ per hour $ __ __ . __ __ per full day $ __ __ . __ __ per week 
e) School-age care $ __ __. __ __ per hour $ __ __ . __ __ per session $ __ __ . __ __ per week 
         (Question is repeated for part-time rates.) 
 
Advantages: 
 Good sense of the fee differences for each age group. 
 Broken down by hourly, full-day and weekly rates just in case children are not on the same 
schedule. 
 Same question is asked for part-time rates, capturing more detail. 
Disadvantages: 
 Assumes all children of the same age are charged the same parent fees. 
 Need an additional follow-up question asking how many children served in each age group to 
calculate total parent fee income. 
 Does not define age categories. 
 It is a complicated table; it could be confusing for some respondents. 
 By not counting sibling discounts and sliding fee scales, this question will capture the potential 
income of a provider but not the actual current income.  Discounted fees would need to be 
incorporated into this question or through a follow-up question.   
 
New England Early Care and Education Workforce Models for Data Collection 
15 




Population to be surveyed: Family Child Care Providers 
 
Using a financial statement or other records, please record your revenues below for ___ year.  Please tell us how much your 
program received from each of the following sources.  Please include cash income only, not in-kind donations.  If your 
program dos not receive funds from a particular source, enter $0.  Record in whole dollars, do not include cents.  
 
Source of Funding Amount of Funds Received 
Total Parent Fees $ 
Fund Raising $ 
Local, state, and federal subsidies $ 
USDA Food Program Subsidies $ 






 Collects, in a monetary way other sources of income for providers. 
 Straightforward question, easy to understand and complete. 
 
Disadvantages: 
 Family Child Care providers may not have financial statements or records that calculate total income 
from parent fees. This question may be asking for information that a provider has never calculated 
before. 






Population to be surveyed: Family Child Care Providers 
 
What are you hours of open?  (Please circle the days that you are open and fill in the hours of operation for those days.) 
 Monday Tuesday Wednesday Thursday Friday Saturday Sunday 
From        




 Straightforward question, easy for providers to answer. 
 
Disadvantages: 
 Clearly captures hours of operation, but does not capture other work hours such as curriculum 




Population to be surveyed: Family Child Care Providers 
 
How many hours a week do you spend doing the following activities related to your child care business? 
 
Activity Number of Hours per Week 
Providing direct care to children  
Curriculum development  
Set up/break down  
Cleaning  
Nutrition planning/food shopping  
Maintenance  
Record keeping/budgeting  





 Collects work hours in addition to hours spent providing direct child care. 
 Allows one to calculate total hours worked as well as average number of hours Family Child Care 
providers spend completing various activities. 
 
Disadvantages: 
 None noted.  
 





The following examples are different methods for measuring Family Child Care expenses. Options given 
illustrate the different levels of detail a survey can obtain.  Recall that the level of detail may vary depending 









Option # 1  
 
Population to be surveyed: Family Child Care Providers 
 
In setting your rates, which of the following do you consider?  Check all that apply and then circle the 3 that are 
most important to you. 
 
 ____ What other family child care providers near me charge 
 ____ My rent or mortgage 
 ____ Property taxes 
 ____ Repairs and maintenance 
 ____ My utility (heat, electricity, and water) costs 
____ Fees I pay because I provide child care (e.g. memberships, trainings, conferences) 
 ____ My health insurance 
 ____ My insurance (other than health) 
 ____ The cost of consumable items (e.g. meals, snacks, paper supplies) 
 ____ Paying child care assistant (s) 
 ____ Saving for retirement 
 ____ Any vacation time for myself  
____   The value of my own time 
 _____ Other:_______________________________________________ 
  
Advantages: 
 Detailed list of possible expenses that providers may/may not have considered. 
 Illustrates the level of costs that go into family child care. 
Disadvantages: 
 Does not capture the cost in monetary terms 




 Option #2 
 
Population to be surveyed: Family Child Care Providers 
 
Next, we want to ask about your expenses--what it costs you to provide child care.  Use business records 
including tax forms, or provide your best estimate of how much you spend.   
 
Do you know what your total deductible business expenses were last year?  (IRS Schedule C, Line 
28) 
  ____ yes, they were $     
  ____ no, not sure. 
  
Please give us your best estimate $   
 
This question is followed by several other questions relating to direct business expenses for child care, 
business use of their home, and gross/net annual income.  The questions regarding direct business expenses 
and the business use of their home provide a list of possible expense categories (food, toys, equipment, etc. 
for direct business expenses, and utilities, repairs, etc. for business use of home) and ask for the amount per 
month or year spent on each category.  The gross/net annual income question asks for an estimate for the 
year.   
Advantages: 
 Utilizes administrative data (i.e. tax forms), which may increase likelihood of the question being 
answered correctly by respondents, if it was calculate correctly according to the directions on the tax 
form itself. 
Disadvantages: 
 Assumes respondents know what “deductible business expenses” includes. 
 Assumes providers filled out tax forms, or know how to fill out tax forms. 
 May not be accurate if provider did not include all the possible expenditures in their tax forms. 
 Refers to tax forms, may frighten or dissuade providers from responding to such questions. 






Population to be surveyed: Family Child Care Providers 
 
Please tell me what you actually spent in the most recent completed fiscal year on the following items, if anything.  
Round to the nearest dollar, do not include cents.  Do not include in-kind donations. 
 
Labor costs   
        Salaries and wages for all staff $ 
         Fringe benefits, payroll taxes (FICA,       
unemployment, etc.) 
$ 
Other Costs $ 
Rent/Mortgage/fee for space $ 
Utilities (including electric, heat, telephone) $ 
Repair and maintenance $ 
Costs for serving meals & snacks to children $ 
Educational materials $ 
Office materials $ 
Household Supplies used for the child care business $ 
Training $ 
Professional Fees $ 
Insurance (homeowners and/or liability) $ 
Contributions to Retirement for self $ 
Other $ 
Advantages: 
 A substantial list of possible expenses and room for “other”. 




 Asks for costs that the provider may never have calculated before, may be difficult for provider to 
complete. 
 Not all costs are direct costs and additional data will need to be collected to determine exactly how 
much of the cost is attributable to the child care business as opposed to the home. We recommend you 
consult with and economist to calculate this.  
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Survey Resources: Provider Salary 
 
 
• Associated Early Care and Education, Inc., Boston EQUIP Center & Head Start Survey, 1999 
 
• Center for Child Care Workforce, Child Care Center Salary and Working Conditions Survey, 2000 
 
• Center for Child Care Workforce, Family Child Care Provider Income and Working Conditions Survey, 
2000 
 
• Maine Roads to Quality Child Care and Early Education Career Development Center, Edmund S. 
Muskie School of Public Service, University of Southern Maine, MRTQ Baseline Survey, 2000 
 
• Massachusetts Office of Child Care Services, Salary and Benefits Survey, 2000 
 
• Vermont Agency of Human Services, Child Care Services Division, A Study of Wages, Credentials, 
Benefits and Market Rates, 2000 
 
• Wellesley Centers for Women and Abt Associates, Inc., The Cost and Quality of Full Day, Year-round 
Early Care and Education in Massachusetts: Preschool Classrooms, 2001 
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Why are employee benefits important to quality care? 
Lack of employee benefits contributes to staff turnover.  Stability (i.e. lack of turnover) among providers is 
an important indicator of quality care.  Like many low-wage workers, child care providers often do not 
have access to benefits such as health insurance, paid vacation, sick time, or even child care assistance for 
their own children, which are important aspects influencing a worker’s environment. ix  After low wages, 
child care workers cite insufficient or lack of employee benefits as one of the main reasons they leave the 
field.  In addition, a recent study for Success by 6 conducted in Massachusetts by the McCormack Institute of 
Public Affairs found that over half of the center-based child care classroom staff surveyed listed concerns 
over their health care benefits as a reason they had considered leaving the field.x   
 
Why measure employee benefits? 
Documenting child care workers’ access to employee benefits provides insight into difficulties with both 
recruiting and retaining staff. For example, the Massachusetts Office of Child Care Services Recruitment 
and Retention study found that 49% of center directors use the provision of health benefits as a way to 
recruit staff, and 57% use health benefits as a strategy to retain staff.  When asked for statewide solutions to 
help recruit and retain classroom staff, 36% of center directors said that providing affordable benefits 
packages would be very helpful in recruiting and retaining teachers.xi
 
Systematic data collection about employee benefits can help: 
• Document the success and needs of the ECE community; 
• Provide information on existing resources and identify gaps in services; 
• Inform policy and program planning; 
• Compare across programs, communities, states, or to a national average; 
• Plan for improvements and set benchmarks for the future;  
• Offer justification for the use of public funds or leverage other resources; and 
• Advocate for policy and program changes when necessary. 
 
Issues to Consider When Measuring Employee Benefits 
Ask the most relevant questions and decide upon the level of detail needed.   
Survey questions may range from asking the most basic information, such as the provision of health and 
dental insurance, to a more complete list of possible employee benefits.  When designing a survey, consider 
what level of detail is necessary.  For instance, in 1999, the Child Care Resource and Referral Network of 
New Hampshire was considering solutions for providing health insurance to providers.  As information on 
health insurance in particular was needed, a telephone survey of every child care center in the state was 
completed asking specifically about the provision of health insurance; a full benefits survey was not needed 
at that time.   
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Consider collecting information on the sources of benefits 
While many child care workers may not be receiving benefits through their employer, they may have access 
to benefits (particularly health and dental insurance) from other sources, such as their spouses’ employers 
or public programs.  If you are interested in determining how many providers have any access to benefits - 
through their employers or otherwise - include questions about other sources of health insurance on the 
survey. 
Specify the population to be surveyed   
Because of the independent nature of their work, family child care providers – particularly those not 
affiliated with a network – may have less access to employee benefits than center-based providers.  
Therefore, it may be necessary to treat these populations differently in the way they are surveyed.  One can 
design a survey to address all the different ways both center-based and family child care providers access 
employee benefits, or it may be more useful to develop a separate survey to collect information about 
benefits from one specific population. 
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SURVEY OPTIONS TO MEASURE: EMPLOYEE BENEFITS 
 
The following examples are different methods for measuring employee benefits.  Options given illustrate 
the different levels of detail a survey can obtain.  Recall that the level of detail may vary depending on the 
purpose of the survey.   
 
 
Option #1:  
Population to be surveyed: Child care programs, such as Child Care Centers, Head Start 
Programs, or School Age Program Directors 
 
Do you offer any of the employee benefits listed below? 
  No    Yes (If yes, check the benefits your center offers in the chart below.) 
 
 Full-time employees Part-time employees 
Medical insurance   
Dental insurance   
Disability insurance   
Retirement plan   
Paid vacation   
Paid sick time/personal days   
Paid staff break   
Reduced rates for staff’s children   
Financial assistance to cover courses for credit   
Financial assistance for in-service workshops, 
conferences, etc. 
  
Paid parental leave   
Other: (please specify)   
 
Advantages:  
 Compiles detailed information on which benefits and the range of benefits that are offered. 
 Gives differences between benefits offered to full-time and part-time employees. 
 Well-formatted; gathers detailed information using a relatively small amount of space. 
 Easy for respondent to answer. 
Disadvantages: 
 Definitions of full-time and part-time employees may vary by program.  Therefore, it is important to 
state specifically what constitutes full and part-time staff. 
 Collects information on what benefits programs offer their employees; cannot tell how many individual 
employees use these benefits.  
 Does not tell (for medical, dental, or disability) whether employer contributes to the cost of the plan or 
if the plan is offered and employees pay full premium. 
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Option #2:  
Population to be surveyed:  Child Care Centers, Head Start Programs, or School Age 
Program Directors 
 
What is your center’s policy regarding insurance coverage for employees? (Check all that apply.) 
 
 Full-time employee Part-time employee 
Fully paid insurance for 
employee only 
  Medical 
  Dental 
  Medical 
  Dental 
Fully paid insurance for  
employee and dependents 
  Medical 
  Dental 
  Medical 
  Dental 
Partially paid insurance for 
employee only 
  Medical (program pays ____%) 
  Dental (program pays ____%) 
  Medical (program pays ____%) 
  Dental (program pays ____%) 
Partially paid insurance for  
employee and dependents 
  Medical (program pays ____%) 
  Dental (program pays ____%) 
  Medical (program pays ____%) 
  Dental (program pays ____%) 
 
Advantages:  
 Gives differences between benefits offered to full-time and part-time employees. 
 Collects data regarding what percentage of health and dental insurance the employee pays, and what 
percentage the center pays. 
 Well-formatted; gathers detailed information using a relatively small amount of space. 
Disadvantages: 
 Definitions of full-time and part-time employees may vary by program.  Therefore, it is important to 
state specifically what constitutes full and part-time staff. 
 Collects information on what benefits programs offer to their employees, cannot tell how or if 
providers may receive these benefits through other means.  
 Provides detailed information on health and dental insurance but not other types of benefits. 
 Provides no information on the scope of benefits. 
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Option #3:  
Population to be surveyed: Center-based or Family Child Care Providers 
 
Which of the following benefits do you have? (check all that apply.) 
  Health insurance  Self Paid  
  Dental insurance  Employer Paid     
  Retirement  Through Spouse     
  Life insurance  Other  
  Disability insurance   
  Paid Family leave   
  Paid vacation time _______________ days per year 
  Unpaid vacation time _______________ days per year 
  Paid holidays _______________ days per year 
  Unpaid holidays _______________ days per year 
  Staff training days _______________ days per year 
  Tuition   
  Other (Please Specify)   
 
Advantages:  
 Provides information on a variety of benefits.  
 Collects information on different ways providers can access benefits, including coverage by a spouse. 
 Short length, does not require a lot of space. 
 Easy for respondent to answer. 
Disadvantages: 
 Question assumes that all benefits are provided through one source. 
 Survey question needs to be clarified to determine if question is asking if employees “are offered” or 
“have taken advantage of” the following benefits.  
 Information not given on whether provider works full or part-time (unless question regarding hours of 
employment is added to address this). 
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 Option #4:  
Population to be surveyed:  Family Child Care Providers  
 
Please indicate which benefits are available to you.  Indicate whether or not this benefit is provided by your 
Family Child Care business, i.e. as part of a larger family day care system, or if the benefits come from 
another source, such as a working spouse. 
 
 Through your own Family 
Child Care business 
Through your spouse or other 
source 
Vacation   
Sick time   
Paid holidays   
Paid maternity and/or paternity leave   
Health care   
Disability   
Life insurance   
Retirement package   
Tuition assistance   
Liability insurance   
Other (please specify)   
 
Advantages:  
 Provides information on several types of benefits. 
 Collects data on source of benefits. 
 Short length. 
 Easy for respondent to answer. 
Disadvantages: 
 Collects limited information on source of benefits; not detailed enough if, for example, you want 
information on utilization of state program that allows FCC providers to access benefits. 
 Does not collect data on what percentage of health and dental insurance the provider pays and what 
percentage the employer pays. 
 Information not given on whether provider works full or part-time (unless question regarding hours of 
employment is added to address this). 




Population to be surveyed:  Family Child Care Providers  
 
A. Do you currently have health insurance coverage? 
   (1) no, go to Question B 
   (2) yes, for yourself only, go to Question C  
   (3) yes, for dependents only, go to Question C 
   (4) yes, for self and dependents, go to Question C 
B.  If no, in the past year have you been covered by: 
   (1) Medicaid, Medicare or other public health insurance program 
   (2) other health insurance that is no longer in effect 
   (3) no plan for the last year or more 
C.  Do you receive assistance with health coverage costs from any of the following sources? Please 
read all options before selecting your response.  (Check only one.)  
   (1) no assistance 
  
 




 (3) yes, full coverage cost for self only paid by spouse/partner’s employer 
  
 
 (4) yes, partial coverage for self and dependents paid by spouse/partner’s 
employer 
   (5) yes, partial coverage for self only paid by spouse/partner’s employer 
   (6) yes, Medicaid/Medicare eligible 
   (7) yes, coverage for dependents only from state plan, (e.g., SCHIP) 
   (8) other, please specify:   
Advantages:  
 Provides detailed information on sources of health insurance including Medicaid/Medicare usage. 
 Provides information on provider’s coverage in the past year. 
 Provides detailed information on the extent of insurance coverage, including dependents. 
Disadvantages: 
 Formatting takes a lot of space and wording is complex. 
 Difficult for respondent to complete. 
 Does not collect data on what percentage of health and dental insurance the provider pays, and what 
percentage the employer pays. 
 Information not given on whether provider works full or part-time (unless question regarding hours of 
employment is added to address this). 
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Survey Resources: Employee Benefits 
 
 
• Center for Child Care Workforce, Family Child Care Provider Income and Working Conditions Survey, 2000 
 
• Maine Roads to Quality Child Care and Early Education Career Development Center, Edmund S. 
Muskie School of Public Service, University of Southern Maine, MRTQ Baseline Survey, 2000 
 
• Massachusetts Department of Education Community Profiles, Family Child Care Survey, 2000-01 
 
• Massachusetts Office of Child Care Services, Salary and Benefits Survey, 2000 
 
• Vermont Agency of Human Services, Child Care Services Division, A Study of Wages, Credentials, Benefits 
and Market Rates, 2000 
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Why are provider education and experience important to quality care? 
There is a growing body of research that finds provider education, specifically early childhood education, 
paired with experience caring for children are strong predictors of high quality child care.xii  Despite this 
knowledge, the 1997 National Child Care Staffing study found that only 25% of participating child care 
centers required teachers to have a Bachelor’s degree, and only 19% required teaching assistants to have 
completed any college work.xiii  In addition, 31 states do not require providers to have any early childhood 
training before they work in child care centers, and 41 states do not require training for family child care 
providers.xiv  
 
Why measure provider education and experience? 
Gathering data on the qualifications of child care workers can act as one proxy to determine the quality of 
the care provided in a state. Because of low compensation for child care workers, directors and other 
administrative staff have found it difficult both to recruit and retain highly qualified teachers and providers.  
For example, the 1999 Survey of New Hampshire Family and Center-Based Child Care Programs found that 
high turnover among teachers led to hiring teaching assistants to replace them.xv  This finding was significant 
in that teacher assistants on average had less education than teachers.  The collection and analysis of 
turnover data with information on education by position allowed the state to recognize this trend. 
 
In addition, systematic data collection on child care workers’ education and experience can help: 
• Document the success and needs of the ECE community; 
• Provide information on existing resources and identify gaps in services; 
• Inform policy and program planning; 
• Compare across programs, communities, states, or to a national average; 
• Plan for improvements and set benchmarks for the future;  
• Offer justification for the use of public funds or leverage other resources; and 
• Advocate for policy and program changes when necessary. 
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Issues to Consider When Measuring Provider Education and Experience 
 
Highest level of education completed versus on-going or current enrollment  
Collecting information on the highest level of education completed gives a snapshot of the qualifications of 
child care workers at a given point in time. Studies have shown (cited previously) that specialized education 
in early care and education leads to higher quality care. Therefore survey questions should specify field and 
specialization as well as degree.  Further, if paired with salary questions, collecting the highest level of 
education attained allows one to compare salary as related to level of education and degrees. 
 
Collecting information on ongoing professional development toward a degree or certificate program may 
provide a sense of what the field might look like at some point in the near future in terms of its 
qualifications and expertise. It can also show current child care workers’ commitment to improving their 
education.  However, this is not a reliable way to measure provider education, as students enrolled may not 
finish their degree program or may leave the field after completing a degree. 
All child care experience, not just experience at one job 
Because of the high rate of turnover in child care, asking how long a child care worker has worked at their 
current position can underestimate his or her total experience working in the child care field.  Questions 
that ask for total months/years of experience in the field, in addition to time working in the current 
position are more informative. 
New England Early Care and Education Workforce Models for Data Collection 
31 
Survey Options to Measure Provider Education 
 
The following examples are different methods for measuring provider education. Options given illustrate 
the different levels of detail a survey can obtain.  Recall that the level of detail may vary depending on the 
purpose of the survey.   
 
 Option #1:  
Population to be surveyed: Child Care Center Teachers and/or Family Child Care Providers 
 
Please check the highest education level you have completed. 
 
 Some high school – highest grade completed  
 GED or High School Diploma 
 Some college courses 
 Child Development Associate (CDA) credential 
 One Year Certificate in Early Childhood Education (ECE) 
 Associate of Arts (AA) degree in ECE 
 Associate of Arts (AA) in:  (major) 
 Bachelor’s (BA or BS) degree in ECE 
 Bachelor’s degree in:  (major) 
 Some graduate work 
 Master’s degree in ECE 
 Master’s degree in:  (major) 
 Doctorate (Ph.D.) in ECE 
 Doctorate (Ph.D.) in:   ______________________________ (major) 
 Other (please specify)  
 
Advantages:  
 Collects detailed information on level of education 
 Can be used with different types of providers (center-based and Family Child Care) 
 Easy for respondent to complete 
Disadvantages: 
 Question is asked of individual teachers.  Although they may be the best people to answer such a 
question about their own education level, it is extremely difficult to obtain a full list of all teachers or 
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 Option #2:  
Population to be surveyed: Child Care Center Directors 
 










Less than high school diploma or GED        
GED or high school diploma        
Child Development Associate credential        
Associate of Arts degree        
Bachelor’s degree in Educ. or related field        
Bachelor’s degree in unrelated field        
Master’s degree in Educ. or related field        
Master’s degree in unrelated field        
Advanced/Professional degree        
Total number of staff        
 
Advantages:  
 Collects detailed information on level of education  
 Information is broken down by type of position 
 Easy for respondent to answer 
Disadvantages:  
 Does not define job titles, for example assistant teachers, teachers, lead teachers; many programs use 
different job titles  
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 Option #3:   
Population to be surveyed: Family Child Care Providers 
 





Less than high school diploma or GED    
GED or high school diploma    
Child Development Associate (CDA) credential    
Associate of Arts (AA) degree    
Bachelor’s degree in education or related field    
Bachelor’s degree in unrelated field    
Master’s degree in education or related field    
Master’s degree in unrelated field    




 Collects detailed information on level of education 
 Includes information on for Family Child Care assistants 
 Easy for respondent to complete 
Disadvantages: 
 None noted 
 





Population to be surveyed: Child Care Center Directors 
 
Indicate the number of teachers on your 
staff who have attained the following level 
of education: 
 
Indicate only the highest level of 
education achieved. 
 
__  Less than high school diploma or GED 
__  High school diploma or GED 
__  Some college courses 
__ Two year college degree 
__  Four year college degree 
__  Some graduate school 
__  Graduate degree 
 
Indicate the number of teachers on your 
staff who have attained the following level 
of early childhood education (ECE) or 
child development education: 
 
Indicate only the highest level of 
education achieved. 
 
__  No ECE or child development beyond high school 
__  6 units/credits or less of ECE or child development 
__  12 units/credits of ECE or child development 
__  24 units/credits of ECE or child development 
__  AA in ECE or child development 
__  BA/BS in ECE or child development 
__  Graduate degree in ECE or child development 




 Collects detailed information on level of education, including credits earned in child development 
 Well formatted, collects a lot of detailed information on a number of caregivers using little space 
Disadvantages: 
 Does not provide break down job classification (e.g. teacher, assistant teacher, etc.) unless question is 
repeated for every position and each position is clearly defined 
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Survey Options to Measure Provider Experience 
 
The following examples are different methods for measuring provider experience. Options given illustrate 
the different levels of detail a survey can obtain.  Recall that the level of detail may vary depending on the 
purpose of the survey.   
 
 Option #1:   
Population to be surveyed: Child Care Center Directors 
   
How long have you been employed as a director/program administrator of this program? 
 
 Months   OR  Years 
 
How long have you been a director outside of this program? 
 
 Months   OR  Years 
 
Advantages:  
 Measures experience inside and outside the current program 
Disadvantages: 
 Measures experience only in the position of director, does not capture other child care position 
experience the director may have 
 Asking “Length of Employment” with options for years OR months can be confusing and will inevitably 
lead to respondents who will fill in both which will necessitate a time consuming data cleaning effort. It 
is easier and safer to ask for one increment of time. 
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 Option #2: 
Population to be surveyed:  Family Child Care Providers 
 
How long have you been taking care of children in your home for pay? 




Have you ever been employed as a teacher, assistant or director of a child care center? 




 Measures prior experience providing child care outside of current Family Child Care position 
Disadvantages: 
 Does not measure length (time) of child care experience outside of current Family Child Care position 
 Asking “Length of Employment” with options for years OR months can be confusing and will inevitably 
lead to respondents who will fill in both which will necessitate a time consuming data cleaning effort. It 
is easier and safer to ask for one increment of time. 




Option #3:  
Population to be surveyed: Center-based Child Care Providers/Directors 
 
  Less than 6 months 
  At least 6 months but less than one year 
  At least 1 year but less than 2 years 
  At least 2 years but less than 3 years 
  At least 3 years but less than 5 years 
  At least 5 years but less than 10 years 
  More than 10 years 
We are interested in the length of time different 
teachers have been working in your program.  Indicate 
the number of teachers who have been employed in 




 Measures experience in current program 
 Captures a lot of information for multiple staff in small amount of space 
Disadvantages: 
 Measures experience only of the position, does not capture other child care experience employees may 
have 
 Does not measure experience for different positions unless question is repeated for each type of 
position (e.g. lead teacher, assistant teacher) 
 Measures intervals, does not allow calculation of an average 
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Option #4:  
Population to be surveyed: Center-based Child Care Providers/ Directors 
 
Please enter the following information regarding staff in your program: 
 
Length of Employment Position 
Years  OR Months 
Director   
Full-time Lead Teacher   
Part-time Lead Teacher   
Full-time Teacher   
Part-time Teacher   
Full-time Assistant Teacher   
Part-time Assistant Teacher   
 
Advantages: 
 This option is another way of formatting the experience 
question.   
 Information regarding all staff length of employment is gathered in one question.   
Disadvantages: 
 Measures length of employment in current position not overall experience. 
 Does not account for multiple teachers in each position (i.e. if a program has two full-time lead 
teachers, is the respondent expected to add their years of experience together?) 
 Asking “Length of Employment” with options for years OR months can be confusing and will 
inevitably lead to respondents who will fill in both which will necessitate a time consuming data 
cleaning effort. It is easier and safer to ask for one increment of time. 
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 Option #5:  
Population to be surveyed: Center-based Child Care Providers/Directors 
 
Are the new staff that you hire typically coming from other centers or are they new to the field? 
___% from other centers  ___ % former family child care providers  
___%new to the field  ___% other 
 
Advantages:  
 Measures prior experience of newly hired staff and where experience was gained 
Disadvantages: 
 Asking for a response in percentages can be confusing.  Some respondents may not know how to 
calculate percentages or may write in the number of staff instead of percent.  It is easier and safer to ask 
for whole numbers, and in this case one would also need to ask for the total number of new staff in 
order to calculate percent. 
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Survey Resources: Provider Education and Experience 
 
 
• Center for Child Care Workforce, Family Child Care Provider Income and Working Conditions Survey, 2000 
 
• Lyon, Mary E. and Patricia M. Canning, Mount Saint Vincent University, The Child Care Management 
Study 1999 
 
• Maine Roads to Quality Child Care and Early Education Career Development Center, Edmund S. 
Muskie School of Public Service, University of Southern Maine, MRTQ Baseline Survey, 2000 
 
• Massachusetts Department of Education, Community Profiles, Center & Head Start Survey, 2000-01 
 
• Massachusetts Department of Education, Community Profiles, Family Child Care Survey, 2000-2001 
 
• Mills & Pardee, Inc. prepared for the Massachusetts Office of Child Care Services, The Massachusetts 
Early Care and Education Staff Recruitment and Retention Research and Recommendations, 2000 
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Why are professional development and training important to quality care? 
Study after study demonstrates that teacher training has positive impacts on the quality of care provided in 
early care and education settings.  Some research findings are summarized below: 
• Teachers with more training and education are more likely to be rated as more sensitive and as having 
classrooms with higher quality care.xvi   
• Early childhood training, compared to years of service and formal education, was the most significant 
predictor of higher quality child care.xvii   
• The completion of at least 12 to 20 hours of community college coursework resulted in significantly 
more developmentally-appropriate beliefs and practices for teachers compared to a group of teachers 
who did not attend college. xviii 
 
Why measure professional development and training? 
Several strategies are currently being employed to promote improved skills and qualifications of current 
child care workers.  The most common approach is through professional development programs, which are 
designed to provide child care workers with access to continued and/or expanded training opportunities.  
For example, Connecticut Charts-A-Course and Maine Roads to Quality are two early care and education 
professional development programs in New England.  These programs incorporate training, provider 
registries, career counseling, accreditation support, and articulation programs to provide a full support 
network for providers who are seeking to increase their skills and professionalism.   
 
Another strategy to promote professional development is the implementation of apprenticeship programs.  
Apprenticeship programs combine class work, on-the-job-training, and mentoring.  Apprenticeship 
programs also guarantee an increase in wages tied to the development of skills.  Several New England States 
are involved in development and implementing apprenticeship programs, including Connecticut, Maine, 
New Hampshire, Rhode Island, and Vermont. 
 
Measuring professional development and training can provide valuable information for program and policy 
planning as well as the effectiveness of programs and policies.  For example, prior to fully implementing the 
Maine Roads to Quality Career Development Center (MRTQ), the program staff undertook a survey of 
child care providers in Maine to learn more about their career goals, their training interests, and supports 
they need in order to participate in training programs.  From the information gathered through this survey 
MRTQ was able to develop a program intended to serve the training and career development needs of the 
early care and education community throughout the state.  
 
Systematic data collection on provider’s training and professional development can also help: 
• Document the successes and needs of the ECE community; 
• Provide information on existing resources and identify gaps in services; 
• Inform policy and program planning; 
• Compare across programs, communities, states, or to a national average; 
• Plan for improvements and set benchmarks for the future;  
• Offer justification for the use of public funds or leverage other resources; and 
• Advocate for policy and program changes when necessary. 
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Issues to Consider When Measuring Professional Development and 
Provider Training 
 
Ask the most relevant questions and decide upon the level of detail needed.   
There are many different questions related to provider training and professional development. Be specific 
about what information is needed and how the information will be used.  For example, are you interested in 
measuring participation in training, training needs or topics of interest, and/or accessibility 
of training?  This chapter covers all of these issues, but your interests or needs may not. 
Measuring current enrollment in degree or certificate programs 
Collecting information on ongoing professional development toward a degree or certificate program may 
provide a sense of what the field might look like at some point in the near future in terms of its 
qualifications and expertise. It can also show current child care workers’ commitment to improving their 
education.  However, this is not a reliable way to measure provider education, as students enrolled may not 
finish their degree program or may leave the field after completing a degree. 
 
Collecting information on the highest level of education completed gives a snapshot of the qualifications of 
child care workers at a given point in time. Studies have shown (cited previously) that specialized education 
in early care and education leads to higher quality care. Therefore survey questions should specify field and 
specialization as well as degree.  Further, if paired with salary questions, collecting the highest level of 
education attained allows one to compare salary as related to level of education and degrees. 
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Survey Options to Measure Professional Development & Training 
 
The following examples are different methods for measuring professional development and training. 
Options given illustrate the different levels of detail a survey can obtain.  Recall that the level of detail may 




 Option #1: 




How many teachers received 20 clock hours or more of child 
development or related training in the last 12 months, e.g., 





 Includes numerous types of informal training (workshops, in-service, etc)  
 Specifies training in the past year  
Disadvantages: 
 Needs to be paired with questions related to the number of teaching staff in order to calculate the 
percentage of teachers participating in training 
 Does not specify what type of training 
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 Option #2:   
Population to be surveyed: Family Child Care Providers 
 
In calendar year 2000, approximately how many hours of training did you attend?  hours 
 
Advantages:  
 Simple, short question, easy to understand  
 
Disadvantages: 
 Not specific in terms of what types of training 
 
 Option #3:  
Population to be surveyed: Center-Based Child Care Directors 
 
How many teachers (lead teachers, teachers, and assistant teachers) have received 15 hours or more of training for 
which they earned college credit in the past twelve months? 
  # Director  # of Teachers 




 Specifies training in the past year  
 Gathers information on whether college credit was awarded as result of training 
 Collects information by job position type 
Disadvantages:  
 Content of training is not specified (can’t tell whether it is child development, or other). 
 




The following examples are needs assessment questions regarding providers interest in training, not a 
survey of the current situation.  
 
 Option #1:   
Population to be surveyed: Center-Based Child Care or Family Child Care  Directors 
 
Which training topic areas are you and your staff most interested in (please check top 3): 
 Arranging the physical learning environment 
 Assessment 
 Legal/labor laws 
 Literacy development for staff 
 Behavior and classroom management 
 Building positive relationships with parents 
 Literacy development for children and families 
 Parental involvement 
 Computers  Preschool development 
 Diversity/multiculturalism 
 Financial management 
 Running your business 
 School-age development 
 Health, safety, and nutrition 
 Helping families under stress 
 Skilled communication 
 Special needs/disabilities 
 Hiring/interviewing 
 Infant and toddler development 
 Staff motivation 
 Stress management for you and your staff 
 Interfacing with community agencies  Supervision/evaluation 
 Other, please specify: 
 
Advantages:  
 Extensive list of options with space for other ideas 
 Can be easily modified to be used with different types of providers 
Disadvantages: 
 Program Director’s priorities may differ from staff 




Option #2:   
Population to be surveyed: Center and Family-based Child Care Providers 
 




 Open-ended questions allow for including topic areas survey designer might not have thought of. 
 Can be used with different types of providers. 
Disadvantages: 
 Difficult to code and quantify responses if this is sent to a large number of providers. 
 A list of options and a space to fill in other interests is more effective and efficient as it may help 
respondents consider topics they might not think of themselves and helps to prioritize options. 
 




Option #3:   
Population to be surveyed: Center-based Child Care Staff and/or Family Child Care 
Providers 
 
If you are currently enrolled or working on a degree or certificate, please check which program. 
 
 Not currently enrolled or working towards a degree or certificate 
 GED or High School Diploma 
 Child Development Associate (CDA) credential 
 One Year Certificate in ECE 
 Associate of Arts (AA) degree in ECE 
 Associate of Arts (AA) in:  (major) 
 Bachelor’s (BA or BS) degree in ECE 
 Bachelor’s degree in:  (major) 
 Some graduate work 
 Master’s degree in ECE 
 Master’s degree in:  (major) 
 Doctorate (Ph.D.) in ECE 
 Doctorate (Ph.D.) in:  (major) 
 
Advantages:  
 Gathers detailed information on professional development/education interests and goals, particularly 
those that are articulated toward a degree, and specifies whether training and education is in early 
childhood education or some other field. 
 Measures if the workforce is seeking and working towards more training or education. 
 Can be used with different types of providers. 
Disadvantages: 
 Does not provide information on what the education of the workforce will be in the future.  Anything 
could happen in the future, and those currently enrolled may never complete their degree or may leave 
the field for any number of reasons.   
 Should be paired with a question concerning the highest level of education achieved. 
 




The following are various examples of questions to determine the availability of training. 
 
 
Option #1:  
Population to be surveyed: Center-Based Child Care Directors 
Example 1: 
 
Do you and your staff have adequate training opportunities?  Yes  No 
 
Advantages:  
 Good introductory question to a series of training opportunities questions. 
Disadvantages: 
Option #2:  
Population to be surveyed: Center-Based Child Care Directors 
Example 2: 
 
Are Early Childhood Education degree programs accessible in your geographic area?  
 Yes   No 
 Doesn’t give enough information about what “adequate” means.  Do you mean the number of trainings, 











 A more specific question than previous example that would identify if geography is a barrier. 
 Question must be paired with “What is your county (or other location of interest)?”  in order to 
pinpoint which areas may be most in need. 
Disadvantages: 
 Doesn’t define “geographic area.”  Do you mean county, region, or town? 
 Doesn’t define “accessible”.  Do you mean available, offered, easy to find or in a convenient location? 





Population to be surveyed: Center-based Staff and/or Family Child Care Providers 
Do you feel that you have adequate training opportunities? 
  (1) Yes 
  (2) No 
 
 If no, what problems are there with your current training opportunities? (Check all that apply) 
  My community does not have enough courses or workshops. 
  The cost of training is too high. 
  The quality of existing training is poor. 
  
 
Most opportunities are offered during the day.  It is difficult to take time off from work during 
daytime training. 
  Because I work long hours, I don’t have enough time for additional training. 
  There is no pay-off to getting more training. 
  Other (please explain):   
 
Advantages: 
 A more detailed option.  Clearly defines what aspects of “access” one is interested in.  (See pages 9-10 
of this section for more examples of questions related to barriers to accessing care.) 
Disadvantages: 
 None Noted 
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 Option #4:   
Population to be surveyed: Center-based Staff and/or Family Child Care Providers 
 
From whom did you receive your training last year? (Check all that apply) 
 Family Child Care System or Network provided training 
 Resource & referral Agency (R&Rs) 
 Community College 
 FCC support group 
 Workshop at a professional association meeting/conference 
 Food organization 
 Public schools 
 Cooperative extension 
 Don’t know 
 Other  
 
Advantages:  
 Information will allow identification of systems where providers are accessing training. 
 Can be used with different types of providers. 
Disadvantages: 
 Does not measure what types of training only where the training is being offered and utilized. 





Population to be surveyed: Center-based Staff and/or Family Child Care Providers 
 
When you attend training, do you prefer to attend: (Please check all that apply) 
 In your center/home (place of employment)  
 In your community  
 During the day time  
 In the evening or on your own time  














 Can be used with different types of providers. 
 
Disadvantages: 
 Would be a better question if the where and when aspects of the question were divided into 2 
questions, allowing for more details about both aspects.  
 Option “in your community” is very vague would be better if you specified options such as “in a 
community college”, “in a public school”, “through R&R”, as in Option #4. 
 




The following examples help measure the barriers providers face when trying to access or participate in 
training opportunities.    
 
 
 Option #1: 
Population to be surveyed: Center-based Staff and/or Family Child Care Providers 
 
What problems, if any, are there with your current training opportunities? (Check all that apply) 
 None 
 There are not enough courses or workshops available. 
 The cost of training is too high. 
 The quality of existing training is not good. 
 Instructors are not familiar with family child care. 
 The courses and workshops offered do not meet my needs or interests. 
 Most opportunities are during the day and it is difficult to take time off to attend. 
 I do not have enough notice about trainings to arrange for coverage. 
 I am unable to leave my family or my program to take more training. 
 There is no pay-off to getting more training. 
 Other (please explain)  
 
Advantages: 
 A thorough list of possible barriers, with room for write-in responses.  
 
Disadvantages: 
 None noted 




 Option #2: 
Population to be surveyed: Center-based Staff and/or Family Child Care Providers 
 
What supports do you need to access training and educational opportunities? (Please check all that apply) 
 None  
 Tuition reimbursement  
 Transportation  
 Available and trained substitutes  
 Interactive television (ITV)  
 Computer based training  
 Other (please specify)  
Advantages: 
 A positive approach to address some of the barriers to accessing training opportunities. 
 
Disadvantages: 
 None Noted 
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Survey Resources: Professional Development and Training 
 
 
• Center for Child Care Workforce, Family Child Care Provider Income and Working Conditions Survey, 2000 
 
• Lyon, Mary E. and Patricia M. Canning, Mount Saint Vincent University, The Child Care Management 
Study 1999 
 
• Maine Roads to Quality Child Care and Early Education Career Development Center, Edmund S. 
Muskie School of Public Service, University of Southern Maine,  MRTQ Baseline Survey, 2000 
 
• Massachusetts Department of Education, Community Profiles, Center & Head Start Survey, 2000-01 
 
• Massachusetts Department of Education, Community Profiles, Family Child Care Survey, 2000-2001 
 
• Mills & Pardee, Inc. prepared for the Massachusetts Office of Child Care Services, The Massachusetts 
Early Care and Education Staff Recruitment and Retention Research and Recommendations, 2000 
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Why is turnover important to quality care? 
Defining Turnover: 
Turnover refers to the stability 
of caregivers in a program over 
time.  One of the goals of 
measuring turnover is to get a 
“turnover rate.”  Turnover rate 
equals the percentage of 
teaching staff that leave a 
program during a given period 
of time (usually 12 months).  
 
Turnover Rate =  the number 
of teaching staff who have left 
the center in the past 12 months 
divided by the number of 
teaching staff on the center 
payroll when the program is 
fully staffed. 
 
For example, a program 
employs 10 teaching staff.  2 
teachers have left in the past 
year.  This program 
experienced a 20% turnover 
rate in its teaching staff.  
(2/10=.2) 
Staff retention is a significant problem for child care centers around the 
country.  Most centers experience a high rate of turnover and have 
difficulty finding skilled staff to fill positions.  In 1998, the National 
Child Care Staffing Study reported a 31% turnover rate for all teaching 
staff in the previous year.xix  This turnover rate was almost twice the 
turnover rate for all jobs in the United Statesxx, and considerably higher 
than the turnover rates for all public school teachers (6.6%), public 
kindergarten teachers (3.1%) and private kindergarten teachers 
(16%).xxi The family child care field is similarly affected by a high rate of 
turnover, estimated to be between 40% and 60%.xxii   
 
Several studies have suggested that staff turnover is detrimental to the 
development of children. These studies have found that being in 
unreliable or unstable arrangements in the first two years of life may 
have a negative impact on children’s attachment to their caregiver, 
adjustment to the child care setting, behavior, language, and social 
development.xxiii Turnover among family child care staff potentially 
affects children in a more extensive way than turnover among center 
providers.  In a child care center, loss of staff does not necessarily result 
in a change of the child care setting itself.  However, when a family 
child care provider leaves the field the child in that person’s care will 
lose not only that specific caregiver but also that particular home setting 
as well.xxiv
 
Why measure turnover? 
Measuring turnover, especially over time, can provide useful and important information for program 
planning and policy implementation.  For example, the Department of Defense which regulates and 
oversees military-based child care programs believes that the efforts it has made in increasing wages, 
standardizing training, and providing oversight to all child care settings has contributed to an increase in 
quality among its programs and a decrease in staff turnover.  Prior to these changes made in 1990, the 
annual turnover rate for center based staff was approximately 300%.  Now it is less than 40%.  xxv
 
Further, systematic data collection regarding turnover rates, causes, and solutions can help: 
• Document the success and needs of the ECE community; 
• Provide information on existing resources and identify gaps in services; 
• Inform policy and program planning; 
• Compare across programs, communities, states, or to a national average; 
• Plan for improvements and set benchmarks for the future;  
• Offer justification for the use of public funds or leverage other resources; and 
• Advocate for policy and program changes when necessary. 
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Issues to Consider When Measuring Turnover 
Definitions 
The Center for Child Care Workforce defines three types of turnover in its report, Taking on Turnover.xxvi
  
 Position Turnover refers to a teacher moving to a different classroom within the same program or a 
different site within an agency.  
 Job Turnover refers to a teacher leaving a child care center or agency to work somewhere else within 
the child care field. 
 Occupational Turnover refers to a teacher leaving a child care center or agency, a child care 
provider closing their business, and taking a job outside of the child care field.   
Note: The examples and discussion in this chapter deal with job and occupational turnover. 
Who Should Measure Turnover? 
The answer who or what organization should measure turnover varies depending on how the information 
will be used.   For example, a program administrator could conduct exit interviews asking for the reasons 
people are leaving the program in order to inform human resource policies promoting retention.    If a state 
is interested in developing a policy to decrease the turnover rate in the child care field, it would be most 
appropriate for the state child care administrative office to collect information about the turnover rate – 
before and after the policy is implemented.  Independent third parties, such as universities or research 
institutions, can provide a different perspective on turnover, for example, the impact of turnover on the 
quality of child care or on child outcomes.   
Consistency in Definition of Job Titles 
Different states, as well as many programs within a single state, use different job titles for similar job 
functions.  When measuring turnover rate by position, it is important to clearly define job titles in each 
survey.  Involving child care providers, representatives from resource and referral agencies, or 
representatives from licensing agencies in the survey design can help ensure that job titles accurately reflect 
the community that is being surveyed. 
Special Consideration for Family Child Care 
Calculating a turnover rate for family child care providers is difficult without an accurate and timely list of 
closed programs.  It may be possible to use administrative data, such as state licensing lists, to compile a list 
of closed programs. This is possible only if the state keeps these records over time (that is, records are not 
purged from year to year).  Comparing lists over time can help determine which programs have closed each 
year.  This method, however, is reliant on the accuracy of the licensing list and how frequently it is 
updated.  For instance, for its biannual survey, Boston EQUIP uses state licensing lists to compile a random 
sample of family child care homes.  Through the process of mailing out surveys and follow-up phone calls to 
providers, EQUIP has encountered many instances where family child care providers have moved or are no 
longer offering care although they are still appearing on licensing lists. 
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Survey Options to Measure Turnover 
 
The following examples are different methods for measuring turnover. Options given illustrate the different 
levels of detail a survey can obtain.  Recall that the level of detail may vary depending on the purpose of the 
survey.   
 
 Option #1 
Population to be surveyed:  Child Care Center, Head Start Program, or School-age Program 
Directors 
 
a. What is the total number of staff positions in your center (including director, full-time lead teacher, part-time lead teacher, 
full-time teacher, part-time teacher, full-time assistant teacher, part-time assistant teacher) = ______. 
 
b. How many staff have left the program in the last 12 months? ______ 
 
Advantages: 
 Allows one to calculate an overall turnover rate. 
Disadvantages: 
 Does not allow level of specificity to determine turnover by position.  Therefore, if one position, part-
time assistant teacher for example, had a lot of turnover in the past year, this program’s turnover rate 
would be inflated by one position. 
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 Option #2 
Population to be surveyed:  Child Care Center, Head Start Program, or School-age Program 
Directors 
 
Please enter the following information regarding the teaching staff in your program: 
 
Position Total Number of Staff 
Positions  
Number of staff in this 
position that have left your 
program in last 12 months 
Director   
Full-time lead teacher   
Part-time lead teacher   
Full-time teacher   
Part-time teacher   
Full-time assistant teacher   
Part-time assistant teacher   
Total number of staff   
Advantages: 
 Allows one to calculate a turnover rate for the program as a whole and by teaching position. 
Disadvantages: 
 Does not provide information about why a provider left and where, if at all, they are working now. 
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 Option #3 
Population to be surveyed:  Head Start Program Directors (HPIR Report) 
   
a. Total number of teachers and family child care providers, teachers’ aides, and home visitors 
 
b. Of the child development staff above, the number hired during the program year due to staff turnover (only count staff hired 
between the dates of this report, do not count staff hired due to expansion) 
 
c. Number of staff (include all classroom staff, home visitors, bus drivers, office staff, etc.) 
 




 Allows one to calculate a turnover rate. 
 Collects information about turnover in child development staff as well as other support staff (cooks, 
office staff, bus drivers, etc.) 
 Is a standardized report that is collected regularly. 
Disadvantages: 
 Does not allow level of specificity to determine turnover by position. 
 Does not count current vacancies. 
 
 Option #4 
Population to be surveyed:  Family Child Care Providers 
 
It is difficult to measure turnover among family child care providers.  The following are some commonly asked questions of 
family child care homes that are related to turnover or try to predict what turnover in this field might be. 
 
a. How long have you been taking care of children in your home for pay? ____ 
b. How long have you been a licensed family day care provider?  Number of years __ or Number of months ___ 
c. How long do you plan to continue offering child care in your home? Please Circle one.  
1 more year or less   1-3 more years   3 or more years 
 
Advantages: 
 Measures years of providing care in their home – a proxy for stability of care. 
Disadvantages: 
 Does not measure turnover of family child care homes. 
 Predictions – question “C”- are commonly used, but are poor measures of reality.  Anything could 
happen and despite a respondent circling option “3 or more years”, they could close tomorrow. 
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Concepts Related to Turnover:   
Vacancy Rate, Experience, and Reasons for Turnover   
 
Many surveys include a series of questions labeled turnover questions that are actually related concepts such 
as vacancy and experience.  These related types of questions (examples listed below) give very important 





 Option #1 
Population to be surveyed:  Child Care Center Directors 
 
In your center, how many of the following classroom staff positions are currently vacant?  
Number of vacant full-time positions _____ 
Total number of full-time staff positions _____ 
 
Number of vacant part-time staff positions _____ 
Total number of part-time staff positions ______ 
 
Advantages: 
 Provides information on staff vacancies or unfilled positions. 
Disadvantages: 
 Cannot be used to calculate a turnover rate. 
 Does not tell you why position is vacant or for how long the position has been unfilled. 
  




(For a more detailed look at experience, please see Chapter 3:  Measuring Education and Experience.) 
 
Option #2 
Population to be surveyed: Child Care Center Directors or Family Child Care Providers 
 
The following questions are used to ask about the years of experience a provider has: 
 
We are interested in the length of time different teachers have been working in your program. Indicate the number 
of teachers who have been employed in your program for:  
___ less than 6 months 
___ at least 6 months but less than one year 
___ at least 1 year but less than 2 years 
___at least 2 years but less than 3 years 
___ at least 3 years by less than 5 years 
___ at least 5 years but less than 10 years 













 Provides information about stability of the workforce (i.e. how long they have been teachers with their 
current employer). 
 Provides a measure of the average tenure per center. 
Disadvantages: 
 Cannot be used to calculate a turnover rate. 
 Does not measure overall experience, only experience in current position. 
 
New England Early Care and Education Workforce Models for Data Collection 
62 
Reasons for Turnover 
 
Determining why child care workers enter, stay in, and leave the field does not provide information on the 
turnover rate, however, it can inform the recruitment and retention strategies of programs, systems, or 
states attempting to moderate turnover.  Exit and Entrance Interviews can be a way for program 
directors, and/or state administrators to learn more about why child care workers enter, stay in, and leave 
the field.   
 
Exit Interviews 
Exit interviews are interviews or surveys conducted with staff once they have decided to leave a program.  
The Human Resources Department or Center Director usually conducts these surveys/interviews.  Exit 
interviews are one way to understand job and occupational turnover.  Below are some examples of typical 
questions asked during an exit interview. 
 
 
 Exit Interview Example #1 
Please rate your satisfaction/dissatisfaction with the following aspects of the staff position you are leaving.  Please use 
a scale of 1 to 7: 1 being very dissatisfied, 7 being very satisfied. 
 
___ with my job. 
___ with the working conditions. 
___ with the pay. 
___ with the training I received. 
___ with the support I received from my supervisor. 
___ with the amount of work required of me. 
___ with the quality of work required of me. 
___ with my opportunities for promotion. 





 Gathers information on a variety of aspects related to work environment, and an overall job satisfaction 
rating. 
Disadvantages: 
 Scale of 1 – 7 may be too large to discern any difference, i.e. most respondents consistently report a 
score of 3 or 4. 
 Does not specify exactly why a provider/teacher is leaving. 




Exit Interview Example #2 
 
1. Reason for termination (check all that apply)  
 Career advancement 
 Career change 
 Pay 
 Benefits 








2. Comparing your job with work in similar organizations, how would you rate your pay? (please circle one) 
Better that average           Average          Below average 
 
3. How would you rate our benefits package? (please circle one) 
Better that average           Average           Below average 
 
4. What did you like best about working with this organization? 
 
5. What did you like least? 
 
6. What changes would you like to see made at this organization? 
 
Advantages: 
 Specifies why a provider has chosen to leave, and allows for multiple reasons.   
 Allows for comparison to industry. 
 Gathers feedback on what could be improved at the organization, which could provide insight into 
recruitment and retention strategies. 
Disadvantages: 
 Does not ask respondents to rank reasons for termination.  
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Entrance Interviews 
In 2000, the Massachusetts Office of Child Care Services commissioned Mills & Pardee, Inc., to conduct a 
staff recruitment and retention study.  Among other surveys designed for this study, an “interview of newly 
hired staff” survey was developed to inform recommendations about future directions for recruitment and 
retention initiatives in Massachusetts.  These interviews sought information that would illuminate child care 
workers’ reasons for entering the field of child care, their current levels of satisfaction with their career 
choice, how long they plan to stay in the field, and the issues that have potential to drive them out of the 
field.  Below are excerpts from the newly-hired staff survey. 
 
 
Entrance Interview Example:  
 
1. What were you doing before you started this job? 
 
2.  What were your primary reasons for taking this job? (Choose top 3 choices, please.) 
 I like working with children 
 It fits my work-family needs 
 Distance to my home/location 
 I knew people who worked here 
 My child attends school here 
 I have training in early childhood education 
 I did my internship here 
 Other 
 
3.  How much longer do you plan to work in your present job? 
 Less than 1 year 
 1-3 years 
 3-5 years 
 more than 5 years 
 
4.  How much longer do you plan to work as a child care provider? 
 Less than 1 year 
 1-3 years 
 3-5 years 
 more than 5 years 
 




o Life insurance 
o Retirement benefits 
o Time off benefits 
o Discounted child care 
o Credit union 
 Education 
o Financial contribution 
o Time off to attend 
 Flexibility 
 Career opportunities 
 Good relationship with my co-workers and supervisor 
 Other 
 Nothing would keep them 
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Advantages: 
 Learn about new employees’ experience prior to this position. 
 Identifies new employees’ priorities for job satisfaction. 
 Provides insight into employees’ employment intentions, i.e. is this a temporary position or career 
advancement. 
Disadvantages: 
 Predictions – questions 3, 4, and 5 –  are commonly used, but are poor measures of reality and are 
unreliable. 
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Survey Resources:  Turnover 
 
 
• Associated Early Care and Education, Inc., Boston EQUIP Center & Head Start Survey, 1999 
 
• Center for Child Care Workforce, Child Care Center Salary and Working Conditions Survey, 1998 
 
• Center for Child Care Workforce, Family Child Care Provider Income and Working Conditions Survey , 2000 
 
• Lyon, Mary E. and Patricia M. Canning, Mount Saint Vincent University, The Child Care Management 
Study 1999 
 
• Maine Contracted Agencies “Reporting Requirements”  
 
• Maine Roads to Quality Child Care and Early Education Career Development Center, Edmund S. 
Muskie School of Public Service, University of Southern Maine,  MRTQ Baseline Survey, 2000 
 
• Massachusetts Department of Education, Community Profiles, Center & Head Start Survey, 2000-01  
 
• Massachusetts Department of Education, Community Profiles, Family Child Care Survey, 2000-01 
 
•  Mills & Pardee, Inc. prepared for the Massachusetts Office of Child Care Services, The Massachusetts 
Early Care and Education Staff Recruitment and Retention Research and Recommendations, 2000 
 
• National Network for Child Care, Child Care Program Evaluation 4, 2001 
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